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Many school counselors have not utilized their leadership opportunities because
of role ambiguity in their position which leads to job dissatisfaction. The researcher
believes that until school counselors can become more satisfied in their positions they
will not operate as educational leaders. The primary purpose of the study was to identify
if there was significant relationship between selected independent variables (school
counselor demographics, school demographics, school counselor leadership attributes,
principal leadership style. teacher-school counselor relationship, parent-school counselor
relationship, school counselor recognition, and school counselor role responsibilities) and
the level ofjob satisfaction of school counselors in a metropolitan Atlanta school district
and to further reveal how administrators and policy makers can guide school counselors
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in contributing to and improving the legitimacy of the profession. The statistical test that
was used to test the relationships as expressed in the research questions is the correlation
analysis. The results of the study were analyzed to explain which independent variables
have the greatest impact on school counselors’ job satisfaction. Findings from this study
suggest that there is a statistically signification relationship between selected independent
variables (school counselor leadership attributes, principal leadership style, teacher-
school counselor relationship, parent-school counselor relationship, school counselor
recognition, and school counselor role responsibilities) and job satisfaction.
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School counselors have an equal amount of responsibility as administrators and
teachers for systemic change for student achievement and should play a critical role in
advancing the equity agenda amongst students. In order to fulfill this great responsibility,
school counselors should feel equipped to be considered educational leaders. Many
school counselors will not utilize their leadership opportunities because of role ambiguity
in their position which leads to job dissatisfaction. The researcher believes that until
school counselors can become more satisfied in their positions they will not operate as
educational leaders. The following chapters focus on research of the relationship
between selected independent variables and the level ofjob satisfaction of school
counselors. Chapter I discusses the statement of the problem, purpose of the study,
research questions, and significance of the study; Chapter II is the review of literature;
Chapter III identifies the theoretical framework of the study; Chapter IV describes the
research methodology; Chapter V presents the statistical data and analysis; and Chapter
VI concludes the research by discussing the findings, recommendations, implications,
and conclusions.
As the school counseling fields shifts from ancillary service provider to full
partner in the education process school counselors are struggling with conflicting
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demands (Dollarhide, 2003). While the primary goal of the school counselor is to
improve the educational experience for students, this goal is oftentimes hindered by
counselors being assigned tasks that are not related to that goal. According to the
Education Trust (2003), school counseling is defined as “a profession that focuses
on.. reducing the effect of environmental and institutional barriers that impede student
academic success. The profession fosters conditions that ensure educational equity,
access, and academic success for all students” (para. 3). Instead of counselors leading in
program design, school reform, and accepting organizational roles in the school, they are
being positioned into roles such as testing coordinators, record keepers, and registrars. It
has been suggested that school counselor role functioning may be compromised by
administrators who lack knowledge and understanding about what school counselors are
trained to do (Borders, 2002). In June 2003, the National Center for Transforming
School Counseling (NCTSC) was established by the Education Trust and MetLife
Foundation to guarantee that school counselors across the country are trained and ready
to help all groups of students reach high academic standards (Education Trust, 2003).
Statement of the Problem
They listen to speeches and read articles by guidance leaders and are inspired
by the high-level nature of the work counselors should be doing. Then the
cold reality of the tasks their administrator assigns them and the comparison is
quite traumatic. (Stewart, 1965, p. 17)
Over 41 years ago, Stewart’s (1965) research provided comments about school
counselors being frustrated about their limited time to perform individual counseling due
3
to clerical responsibilities and other duties. During a discussion at a meeting for
secondary counselors, Stewart noted the following comments:
I have never had such a frustrating job in my life. I have no time to do real
counseling. I’m primarily a clerical worker. At times, I feel like I am wasting
the taxpayers’ money. I am paid for counseling but I do little of it. (p. 17)
Unfortunately, little has changed for many school counselors; administratively assigned
noncounseling activities are still a concern of many school counselors. However, the
necessity of a school counselor who provides and displays educational leadership is
becoming apparent in the legislation at the national and state levels (Devoss & Minnie,
2006). As standards driven instruction and the implementation of accountability systems
becomes a necessity for educators, the American School Counselor Association (ASCA)
has developed the National Model (2005), which includes national standards for school
counseling programs. The model defines and encompasses all the necessary components
of a comprehensive developmental guidance program and utilizes the concepts of the
system change, advocacy, leadership, and collaboration as its organizing framework.
The ASCA’s National Model (2005) also provides a synergistic structure for
developing, implementing, and maintaining consistent, comprehensive training standards
for school counselors. ASCA asserted that the profession needed the model (or
framework) as it suffered from a lack of consistent identify, basic philosophy and as a
consequence, a lack of professional legitimacy (ASCA, 2005). While the standards and
model were designed to improve professional legitimacy through unification, the school
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counseling profession is more likely to gain acceptance and be seen as a legitimate
profession by others.
According to the Education Trust (2007), changes have been made at the
university level in school counselor training programs. Thus school counselor training
programs should be revitalized on evidenced-based research and practice and should
prepare school counselors to be activists and advocates for systemic change. The
Education Trust supported a working group of school counselor educators and school
counseling professionals to reform training and practice in school counseling and to
ensure that the profession kept pace with societal changes and demands. The Education
Trust solicited proposals for developing new school counselor training models, from
revamping selection criteria of candidates for school counselor education programs to
revising curriculum content, instruction, field experience, and professional development.
These changes became known as the New Vision Counselor (DeVoss & Minnie, 2006).
However, the New Vision Counselor concept was noticeably missing from the literature
of school counselors who have been working in the school setting for five years or more.
It appears that very few currently employed school counselors are aware of the new
national standards for school counselors.
By sharing that the profession has national standards, similar to other curricular
areas, and a national model, school counselors gain legitimacy (Hatch, 2008). From an
institutional theory perspective, sharing results of counseling programs enhances that
legitimacy, because when school counselors share results with “policy actors” within the
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school, the policy actors come to understand the school counselors’ vital role as
contributors to student learning.
A critical lack of understanding by critical stakeholders, such as administrators
may exist as a barrier to the new vision of school counselors as educational leaders
(Galassi & Askos, 2004). In most instances the principal determines the role of the
school counselor, but lack of exposure to recent counseling initiatives such as ASCA role
statements or the ASCA National Model may help explain why some administrators fail
to support school counselors in their appropriate role functioning. School counselors and
administrators should be leadership partners invested in building a collaborative
relationship reflecting a shared vision (Davis, 2005). Collaboration among school
personnel is an essential tool for improving services to students (Broughton, 2005).
These types of collaborative relationships should require ongoing open dialogue.
Scheduling meetings to discuss student issues, school policies, programs, sharing
information about students’ progress, needs, and concerns; soliciting administrative
feedback on program development and implementation; and cultivating and
demonstrating mutual professional and personal respect between principals and school
counselors will do much to promote an atmosphere of collaboration and cooperation
(Davis, 2005).
ASCA (2004) suggests that school counselors should spend the majority of their
time in direct service to students. Direct services include classroom guidance lessons,
individual or group counseling, and responsive services. ASCA was careful not to omit
that a minimal portion of time should be devoted to indirect services also known as
system support (see Table 1).
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Note. Gysbers & Henderson (2000).
While many responsibilities are continued to be added to the roles of school
counselors, few roles are removed. The ASCA (2004) role statement recommends that
school counselors focus at least 8000 of their time on direct services to students with a
maximum counselor-to-student ration of 1:250. According to DeMato and Curcio’s
(2004) research, non-guidance duties need to be re-evaluated by school administrators
and reassigned to appropriate employees. It has been noted that if state regulations do not
ensure that their roles are implemented according to prescribed national statements,




Appropriate Inappropriate Activities for School Counselors
Appropriate Activities for School
Counselors
• individual student academic program
planning
• interpreting cognitive, aptitude and
achievement tests
• counseling students who are tardy or
absent
• counseling students who have disciplinary
problems
• counseling students as to appropriate
school dress
• collaborating with teachers to present
guidance lessons
• analyzing grade-point averages in
relationship to achievement
• interpreting student records
• providing teachers with suggestions for
better management of study halls
ensuring that student records are
maintained as per state and federal
regulations
Inappropriate Activities for School
Counselors
• registration and scheduling of all new
students
• coordinating or administering cognitive,
aptitude and achievement tests
• responsibility for signing excuses for
students who are tardy or absent
• performing disciplinary actions
• sending students home who are not
appropriately dressed
• teaching classes when teachers are absent
• computing grade-point averages
• maintaining student records
• supervising study halls
• clerical record keeping
• assisting with duties in the principal’s
office
• work with one student at a time in a
therapeutic, clinical mode
• preparation of individual education plans,




Appropriate Activities for School Inappropriate Activities for School
Counselors Counselors
assisting the school principal with
identifying and resolving student issues,
needs and problems
working with students to provide small-
and large group counseling services
advocating for students at individual
education plan meetings, student review
boards disaggregated data analysis
Purpose of the Study
The ever-present issue of school counselors’ role ambiguity in a time where
ASCA has highlighted the importance of leadership amongst school counselors prompted
the researcher’s interest in the relationship between their job satisfaction and various
independent variables. According to the Education Trust’s (2007) Transforming School
Counseling Initiative, effective leadership is critical if school counselors are to “work
with teachers, administrators and other school personnel to make sure that schools’
structures, policies and practices are designed to ensure student success” (para. 3). Such
inclusive leadership activities facilitate relationships, build trust, enhance
communication, and, ultimately, refocus education professionals, parents, and the
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communities on the challenge of helping all students become successful lifelong learners
and productive citizens (Dollarhide, 2003).
This call for leadership has been reflected in both training materials and recent
literature. To become successful leaders, school counselors need to be educated in
leadership skills and given opportunities to explore their own leadership style (Stone &
Clark, 2001). School counselors provide counseling programs in three domains:
academic, career, and personal/social. Their services and programs help students resolve
emotional, social, or behavioral problems and help them develop a clearer focus or sense
of direction. Effective counseling programs are important to the school climate and a
crucial element in improving student achievement. School counselors, however, cannot
consider their programs effective when they are operating in non-guidance related or
administrative duties such as testing, supervising, and class scheduling. School
counselors can become “policy actors” themselves and advocate for system change in
order to create the programs and policies needed to improve services for students and
their professional practice (Hatch, 2008). Once school counselors earn social legitimacy
as policy actors, they are more likely to be included in the process of decision-making.
Subsequently, school counselors can utilize this authority to assist in establishing new
policies and procedures that support the appropriate role of the school counselor. As
policy actors, school counselors can use data and results to demonstrate their
accountability, helping shape public and staff opinion to believe that school counselors
do what all other vital and indispensable members of the educational system do.
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When administrators exclude school counselors from meaningful conversations
with school leaders regarding school systems or their professional status within the
organization, school counselors protest (Hatch, 2002). This tension between school
counselors and administrators exist because each holds opposing viewpoints about school
counselors’ roles. School counselors have always been agents of change and enter the
profession because of their desire to help students. If they are unable to fulfill their
primary role, frustration and job dissatisfaction may result. Although research exists to
support the positive effects that elementary school counselors have on students’ academic
and personal development their roles continue to be viewed as unessential. Whiston and
Sexton (1998) suggest that counselors may be excluded from leadership role and assigned
these non-school counseling duties (such as clerical responsibilities) because they fail to
research or evaluate their programs, and thus are unable to prove that their current roles
or services benefit students.
Although the organizational structure varies from district to district school
counselors experience common barriers that prevent them from establishing and
maintaining collaborative efforts with administrators. In order for counselors and
administrators to foster collaborative relationships there must be an organizational
structure that encourages collaborative efforts with evidence of administrative support for
shared-decision-making and an organizational philosophy which encourages integrated or
multi-disciplinary efforts. When applying the organizational theory to school counseling
programs, organizational efficiency also means ensuring that school counselors are
effective. School counseling programs often lack the depth of empirical data needed to
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prove that functioning in one way is more productive or produces better results than
another (Whiston & Sexton, 1998). The purpose of this study is to identifS’ the
relationship between selected independent variables and the level ofjob satisfaction of
school counselors in a school district in metro-Atlanta in order to further reveal how
school counselors can contribute to improving the legitimacy of the profession.
Significance of the Study
While much research has been completed on job satisfaction of educators, little
has been conducted within the school counseling profession. Therefore, the significance
of this study lies in its ability to contribute to the professional literature in the area of
leadership in counseling and the development of school counseling leaders. The
researcher provides a study that will contribute to the school counseling literature, give
feedback to practicing school counselors, and provide school counselor educators
direction for implementing leadership development in counseling curricula. Results of
the study will be useful to school counselors, school administrators, school districts,
counselor educators, counseling associations, and local and state policy makers in
planning and evaluating school counseling programs.
The implications that will be derived from this research include gaining a further
understanding of how leadership behaviors and job satisfaction of school counselors
impact their abilities to function as a school counselor and may lead to supportive
rationale for leadership training of school counselors. Descriptive data about the school
counselors in the metro Atlanta school district are also derived from the research and may
provide cause for future research.
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Summary
The current study measures the relationship between selected independent
variables and the level ofjob satisfaction of school counselors in a metro Atlanta school
district. Chapter I served as an introduction to this investigation. By further studying the
relationship between the leadership practices of school counselors and their job
satisfaction, both theoretical and practical applications may be identified with
expectations of moving the field forward by highlighting the need for school counselors
to operate in their appropriate roles.
CHAPTER II
REVIEW OF THE LITERATURE
Studies related to job satisfaction are plenteous and there are vast amounts of
research on leadership practices, however the studies of the relationship between the two
as it relates to the school counseling field have received little attention. School
counselors are now being urged to become leaders within the educational arena not only
to advance the school counseling profession but to improve students’ academic
achievement and success, further school reform, and improve the effectiveness of the
comprehensive school counseling program (House & Hayes, 2002).
This chapter is a review of educational research and literature that is important in
understanding the relationship between selected independent variables and job
satisfaction of school counselors in an urban Atlanta school system. The premise for the
review of literature is directed by research that investigates leadership attributes of school
counselors. The literature presented in this chapter is also relevant to understanding the
variables that affect job satisfaction of school counselors. A historical overview ofjob
satisfaction, theories ofjob satisfaction, and measurements ofjob satisfaction is explored
in order to understand the factors that impact job satisfaction of school counselors. In
addition, theoretical underpinnings of leadership will be discussed in order to ascertain
the dynamics that determine whether or not school counselors are capable of being
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effective educational leaders. A thorough review of the literature provides an increased
understanding of these factors and presents an opportunity for research.
Job Satisfaction Historical Overview
Job satisfaction has been succinctly defined as attitudes concerning one’s own job
or work (Baron & Byrne, 2000). Job satisfaction is not a newly investigated topic, but is
an area that has produced much research. Although much of the research has highlighted
the overall level of employee job satisfaction influenced by factors such as age, gender,
community involvement, and family stress, few studies have give much attention to job
satisfaction in the human services field, and even fewer studies have been conducted on
job satisfaction of school counselors.
Interest in worker fatigue and monotony can be traced back to the time of early
studies of scientific management (Wright, 2006). The topic became even more
prominent as a result of the famous Hawthorne experiments at the Western Electric
Company. Sonnenfeld’s (1985) analysis of the Hawthorne experiments suggests that
Elton Mayo’s ground breaking research sheds light on concepts such as motivational
influences, job satisfaction, resistance to change, group norms, worker participation, and
effective leadership. One of the many themes of Mayo’s research was that when workers
experienced monotony or boredom, their efficiency decreased (Sonnenfeld, 1985). Non
guidance related duties that are assigned to school counselors are often described as
clerical, monotonous duties such as filing or scheduling and can be monotonous and
uncomplicated. These tasks are undemanding and take away from counselor’s
resourcefulness.
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The early studies ofjob satisfaction research paved the way for modern day
research such as that of Smith (1969) who reported that her early research interest in
general satisfactions resulted from findings of the British Industrial Fatigue and Health
Research Boards. As a result of her efforts, Smith found that production did, indeed,
change and that the changes in employees output were related to the satisfaction of the
employee’s self-set goals for the day (Smith & Hulfin, 1969). If the employee was
behind on her self-set goal, she was likely to be unsatisfied, and would tend to increase
work performance in order to reduce frustration. Conversely, if the employee was ahead
of schedule, she was inclined to be satisfied and would tend to reduce her work speed or
stop work altogether (Wright, 2006). Smith’s research leads one to believe that school
counselors oftentimes appear to be extremely efficient in non-guidance related duties
simply because they are completing these imposed goals. The researcher would presume
that serving as testing coordinators or record keepers are not self-set goals that most
school counselors would choose; however, according to Smith’s theory, counselors may
increase work performance in order to reduce frustration (Wright, 2006).
During the 193 Os, several large-scale examinations were completed on job
satisfaction. The major purpose of these studies was to spotlight the variables associated
with job satisfaction. Job satisfaction is now described as job attitude along with other
attitudinal concepts, such as morale, job involvement, and organizational commitment
and today it is a blend of many interrelated concepts including achievement, recognition,
responsibility, advancement, and growth (Wright, 2006).
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There is extensive support in the research literature for the relationship among
employee effectiveness, job satisfaction, and job-related stress (DeMato & Curcio, 2004).
The importance of work to individuals and to society overall suggests the need to ensure
that as workers, individuals reap the economic, psychological, and social benefits of work
and are protected from the consequences of dissatisfaction with their work, including
increased physical and psychological stress (Connolly & Myers, 2003).
Theories of Job Satisfaction
Maslow (1943) suggested that human behavior is influenced by a hierarchy of
five classes of needs, or motives. Needs at the lowest level of the hierarchy, he said,
must be at least partially satisfied before people can be motivated by higher-level goals.
From the bottom to the top of Maslow’s hierarchy these five motives are as follows:
biological, safety, belongingness and love, esteem, and self-actualization (Maslow,
1943).
According to researchers Lunenberg and Ornstein (2004), Herzberg’s Motivation-
Hygiene Theory builds on the work of Maslow’s Hierarchy of Needs Theory. This
theory draws on the premise that individuals’ work environments produce factors that
produce either positive or negative attitudes toward their work. Herzberg identified
content factors “job satisfiers,” or motivators, because they fulfill an individual’s need for
psychological growth. Conversely, job dissatisfiers, or hygiene factors were deemed
preventative and environmental factors that produced negative feelings towards work,
ensuring that employees will perform at minimum levels. These were caused by the
physical factors surrounding one’s job. Similar to Maslow’s theory, hygiene needs are
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comparable to lower-level needs because they reduce dissatisfaction but do not lead to
satisfaction. Whereas, motivators or satisfiers are similar to Maslow’ s higher-level needs
and contribute to superior performance (Lunenburg & Ornstein, 2004).
Vroom’s (1964) expectancy theory presents the idea that people are influenced by
the expected results of their actions. In one sense, what we do depends on what we
believe we will gain from doing it. Vroom, hypothesizes that in order for a person to be
motivated that effort, performance and motivation must be linked. He proposes three
variables to account for this, which he calls valence, expectancy and instrumentality.
Expectancy is the belief that increased effort will lead to increased performance i.e. if you
work harder then this will be better. This is affected by such things as: having the right
resources available (e.g. raw materials, time), having the right skills to do the job, having
the necessary support to get the job done (e.g. supervisor support, or correct information
on the job). Instrumentality is the belief that if one performs well that a valued outcome
will be received (i.e. if you do a good job, there is something in it for you). This is
affected by such things as a clear understanding of the relationship between performance
and outcomes (e.g. the rules of the reward “game”), trust in the people who will take the
decisions on who gets what outcome, and transparency of the process that decides who
gets what outcome. Valence is the importance that the individual places upon the
expected outcome. For example, if one is mainly motivated by money, they might not
value offers of additional time off. Vroom’ s expectancy theory suggests that all three are
required for positive motivation (Vroom, 1964).
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One of the most famous job satisfaction models is Locke’s (1995) goal-setting
theory. This theory purports that satisfaction is determined by a discrepancy between
what one wants in ajob and what one has in a job. Locke suggests that goals motivate
individuals to develop strategies that will help them to perform at the required goal
levels. According to the theory, challenging goals mobilize energy, lead to higher effort
and increase persistent effort. Locke suggests that goals motivate people to develop
strategies that will enable them to perform at the required goal levels. Accomplishing the
goal can lead to satisfaction and further motivation, or frustration and lower motivation if
the goal is not accomplished (Locke & Latham, 1995).
Measurements of Job Satisfaction
An array of indicators has been developed to measure job satisfaction. According
to Jiang (2004), those indicators could be divided into two categories: facet indicators and
global satisfaction indicators. Facet indicators measure workers’ satisfaction with
specific job components such as pay, promotion opportunities, benefits, coworkers,
supervision, company policies, and the work itself.
Smith, Kendall, and Hulin (1969) have stated that good measures ofjob
satisfaction should (a) separate the various aspects of satisfaction from one another,
(b) agree with other equivalent measures, (c) be useful with a wide range ofjobs and a
variety of situations, (d) be intuitively understandable, (e) be short; (f) allow group
administrations; and (g) require low expenditures of time and money. The Job
Descriptive Index, Minnesota Satisfaction Questionnaire, and the Index of Organization
Reactions measure workers’ satisfaction with precise job indicators.
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The Job Descriptive Index (JDI) is highly regarded and well documented as valid
and reliable. According to Jung, Dalessio, and Johnson (1986), the JDI has good
content, construct, and congruent validity and adequate reliability. The JDI is short and
simple to fill out, and is described as ideal from the point of view of maximization of
response and practicality of scoring. Moreover, since it is well-regarded and simple to
use, it has been employed in more job satisfaction studies than any other instrument so
that comparative data can readily be found (Jung, Dalessio, & Johnson, 1986).
The Index of Organization Reactions (IOR) developed by Dunham and Smith
(1979) consists of eight scales containing a total of 42 items. IOR assesses employee
satisfaction with his or her job and organization. The IOR also accesses satisfaction with
supervision, financial rewards, kind of work, physical conditions, amount of work,
company identification, coworkers, and career future. It has been used as the core of 12
different questionnaires and has been used in several thousand locations among distinctly
different work functions within a single large organization (Fields, 2002).
The Minnesota Satisfaction Questionnaire (MSQ) was developed by Weiss,
Dawis, England, and Lofquist (1967) and represented the result of research conducted on
the Work Adjustment Project in studies conducted at the University of Minnesota. The
questionnaire provides a general job satisfaction score, an intrinsic job satisfaction score,
and an extrinsic job satisfaction score. The theory underlying the basis for the Work
Adjustment Project stated that “. . . work adjustment depends on how well an individual’s
abilities correspond to the reinforcers available in the work environment” (Weiss et a!.,
1967, p. 5). The 20-item short form of the MSQ is a popular facet measure that is
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frequently used in job satisfaction research. Each item represented either an intrinsic
facet or an extrinsic facet of the job situation and presented the respondent with five
response alternatives which ranged from not satisfied to extremely satisfied. The general
satisfaction scale involved the use of all 20 items with a potential scores ranging from 20
to 100. The intrinsic scale involved 12 items with potential scores from 12 to 60. The
extrinsic scale involved 6 items with potential score ranges from 6 to 30. In scoring the
Minnesota Satisfaction Questionnaire for general job satisfaction, when percentile scores
were used, Weiss et a!. (1967) reported that a score of 50 or better indicated satisfaction.
A percentile score of 75 or higher indicated a high degree of satisfaction, and a percentile
score of 25 represented a low level of satisfaction. It was reported that percentile scores
which ranged from 26 to 74 indicated average satisfaction.
According to Fields (2002), one advantageous feature of the MSQ short form is
that it can be used to measure two distinct components: intrinsic job satisfaction and
extrinsic job satisfaction. Intrinsic job satisfaction is how people feel about the nature of
the job tasks themselves, whereas extrinsic job satisfaction is how people feel about
aspects of the work situation that are external to the job tasks or work itself. The
Minnesota Satisfaction Questionnaire is an instrument that measures satisfaction with
several different aspects of the work environment. It takes little time to administer (15-
20 minutes for the long form, 5 minutes for the short form); it is easy to read (fifth grade
reading level); meets the accepted standards for reliability; and shows evidence of
validity. The long form MSQ consists of 100 items that make up 20 subscales measuring
satisfaction with ability utilization, achievement, activity, advancement, authority,
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company policies and practices, compensation, coworkers, creativity, independence,
moral values, recognition, responsibility, security, social service, social status,
supervision-human relations, supervision-technical, variety, and working conditions
(Weiss, et al., 1967). Each item refers to a reinforcer in the work environment. The
respondent indicates how satisfied he is with the reinforcer on his present job. Five
response alternatives are presented for each item: Very Dissatisfied, Dissatisfied,
Neither (dissatisfied nor satisfied), Satisfied, and Very Satisfied (Fields, 2002).
Job Satisfaction of School Counselors
Gail Farwell (1963) discusses counselors’ role ambiguity in the following:
If a layman were to visit a number of schools with the purpose of investigating the
nature of guidance programs and identifying the role and function of school
counselors he would probably be amazed with the variety of functions which
counselors are presently attempting to perform. In fact, he might find these roles
and functions to be so disparate and seemingly unrelated that he would doubt that
these individuals truthfully represent the same professional group. He would by
no means alone in his confusion. (p. 10)
Although the role of the school counselor is oftentimes described as vague, the purpose
of the school counselor is to help to make learning a positive experience for every
student. School counselors are available in the schools to facilitate communication
among teachers, parents, administrators, and students to adapt the school’s environment
in the best interests of each individual student. In order to understand the level of
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satisfaction that school counselors have for the profession it is necessary to explore the
history of the counseling field and the issue of role conflict.
According to Krumboltz and Kolpin (2003), when the school counseling
profession was first implemented at the turn of the 20th century in response to the social
reform movement, the purpose was to guide individuals into the workforce to become
productive members of society. Frank Parson (as cited in Krumboltz & Kolpin, 2003), a
social and political reformer, has been credited with being the father of the vocational
guidance movement. Parsons work with the Civic Service House led to the development
of the Boston Vocation Bureau. In 1909, the Boston Vocation Bureau helped outline a
system of vocational guidance in the Boston public schools. The work of the bureau
influenced the need for and the use of vocational guidance across the United States.
Guidance and counseling in these early years were considered to be mostly vocational in
nature, but as the profession advanced there was a shift to a clinical emphasis, and final to
present-day comprehensive developmental emphasis. In 1913, the National Vocational
Guidance Association was formed and helped legitimize and increase the number of
guidance counselors. Similar to the school counselors of today who take on more than
one major role, early vocational guidance counselors were often teachers appointed to
assume the extra duties of the position in addition to their regular teaching
responsibilities.
The 1920s and 1930s saw an expansion of counseling roles beyond working only
with vocational concerns. Socio-emotional, personal, and academic aspects of a student’s
life also needed attention. However, the Great Depression of the 1930s led to the
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restriction of funds for counseling programs. Not until 1938, after a recommendation
from a presidential committee and the passage of the George Dean Act, which provided
funds directly for the purposes of vocational guidance counseling, did guidance
counselors start to see an increase in support for their work. After World War II, a strong
trend away from testing appeared. One of the main persons indirectly responsible for this
shift was the American psychologist Carl Rogers. Many in the counseling field adopted
his emphasis on “nondirective” (later called “client-centered”) counseling (Krumboltz &
Kolpin, 2003).
Cole (1988) presented that in 1958 the National Defense Education Act (NDEA)
was enacted, providing aid to education in the United States at all levels, public and
private. This act was one the most significant legislative acts to provide a cause for the
implementation of the school counselor. Through this act, thousands of counselors were
trained at NDEA Institutes s during the 1 960s and began working in the public schools.
Additionally, in the 1950s the American School Counselor Association (ASCA) was
formed, furthering the professional identity of the school counselor. In 1967, Hansen
studied how satisfied counselors were in relation to job activities. He found that school
counselors were most satisfied with their jobs when working with teachers and individual
students. Hansen concluded that if school counselors are not allowed to spend some time
on the activities they favor, the will ultimately become dissatisfied and possibly change
professions.
Krumboltz and Kolpin (2003) described the 1 980s as a time when there was more
intense evaluation of education as whole and school counseling programs in particular.
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In order for schools to provide adequate educational opportunities for individuals with
disabilities, school counselors were trained to adapt the educational environment to
student needs. The duties and roles of many counselors began to change considerably.
School counselors started finding themselves as gatekeepers to Individualized Education
Plans (IEP) and Student Support Teams (SST) as well as consultants to special education
teachers, especially after passage of the Americans with Disabilities Act in 1990.
The development of national educational standards and the school reform
movement of the 1990s ignored school counseling as an integral part of a student’s
educational development. Kahn, Wolfe, Quinn, Snoek, and Rosenthal (1964) defined
role conflict as the occurrence of conflicting and inconsistent expectations placed upon an
individual by various senders who hold different role expectations toward the focal
person. Farwell (1963) addresses another conflict that lies between the counselor who
adopts the client centered approach to counseling and the administrator who emphasizes
the mechanistic aspects of the services approach. The mechanistic counselor or “the
handyman” of administrative tasks as Farwell describes spends a monumental portion of
their time doing testing, recording in cumulative files, and enrollment or scheduling.
According to the ASCA National Model[RJ (ASCA, 2003) for school counseling
programs, school counselors should be most concerned with the comprehensive needs of
students (i.e., academic, career, and social/personal). The ASCA’s role statement for
school counselors recommends that counselors focus at least 70° o of their time in direct
service with students (ASCA, 1999). Despite school counselors’ desires to help students,
several studies have shown that school counselors’ daily routines are not always
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consistent with the ASCA National Model and they are increasingly spending more time
in non-counseling, administrative tasks (DeMato & Curcio, 2004).
ASCA (2002) identified that appropriate school counselor duties should include
activities such as counseling students, presenting guidance lessons, consulting with
teachers and principals, and designing individual student academic programs.
Inappropriate counseling duties included such activities as registering students,
administering achievement tests, doing clerical record keeping, and disciplining students.
However, research indicates that many school counselors do not spend the recommended
amount of time on appropriate duties (Baggerly, 2002).
Gade and Houdek (1993) investigated the activities and satisfaction level of
school counselors who were serving one school versus those serving multiple schools.
They found that counselors who were serving several schools reported higher levels of
busyness, an increased amount of time on 15 out of 17 school counseling activities, and
less satisfaction on 14 of the 17 activities, compared to those school counselors who were
in one location.
Baggerly (2002) reported that Florida school counselors who were “very
satisfied” or “somewhat satisfied” with their job constituted approximately 85% of
elementary school counselors, 86% of middle school counselors, and 82% of high school
counselors; however, reasons for satisfaction and dissatisfaction were not discussed.
Baggerly identified that school counselors’ self-efficacy was highest for appropriate
duties such as classroom guidance (60.1%), individual counseling (66.2%), small group
counseling (54.7%), and consulting with teachers (62.6%), parents (63.5%), and
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administrators (60.7%) but lowest for inappropriate duties such as coordinating SATs,
ACTs, benchmarks, and other tests (33.9%); disciplining students (35.1%); and doing
miscellaneous duties (34.7%).
Rale (2006) examined the relationships of perceived mattering to others, job-
related stress, and job satisfaction for 388 elementary, middle, and high school counselors
from across the United States. Participants completed the School Counselor Mattering
Scale, the School Counselor Job-Stress Assessment, and several job satisfaction questions
in order to assess perceptions of mattering to others at their schools and their job-related
stress, and how these two constructs relate to school counselors’ overall job satisfaction.
Mattering to others at work and job-related stress accounted for 35% of the variance in
job satisfaction for the total sample of school counselors; however, mattering did not
moderate the relationship between job stress and job satisfaction. Results revealed that
elementary school counselors experienced the greatest job satisfaction and the lowest
levels ofjob-related stress, and high school counselors experienced the greatest job
dissatisfaction and the greatest levels ofjob-related stress. The results of this study
suggest that mattering to others and job-related stress are interrelated and may function
together to predict school counselors’ job satisfaction.
DeMato and Curcio (2004) reported that a decrease in Virginia elementary school
counselors’ job satisfaction from 96.3° o in 1995 to 90.9° o in 2001 was most likely due to
“mandated statewide accountability testing, cutbacks in personnel, school violence, and
societal changes” (p. 243). According to their research 65% of Virginia’s school
counselors reported that state-mandated accountability testing negatively affected their
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job satisfaction. Prior to DeMato and Curio’s study, two other similar studies in Virginia
examined how satisfied elementary school counselors were with their jobs. Kirk (1988)
found that 93.4% of counselors were satisfied with their jobs. Seven years later, Murray
(1995) discovered and increase in satisfaction and that 96.3% of elementary school
counselors in Virginia were satisfied with theirjobs. Since these two studies were
completed, an array of social, economic, and political changes have taken place
throughout the nation and in Virginia that may have affected elementary school
counselors’ feelings about their jobs (Herr, 2001). DeMato and Curio (2004) identified
three main areas which had changed in Virginia since Murray’s study was completed in
1995. The authors suggested three factors: (a) mandate changes for elementary school
counselors, (b) standardized testing program, and (c) public awareness and the school’s
reaction to school violence.
Osborn (2006) investigated the career satisfaction and commitment of school
counselors and found that respondents who implemented appropriate duties more
frequently were more satisfied and committed to their career while those who
implemented inappropriate duties were more dissatisfied. This finding suggests that the
frustration of not being able to implement appropriate duties significantly increases
school counselors’ career dissatisfaction. Osborn conducted a regression analysis of
1,280 Florida counselors’ which indicated that positive predictors of career satisfaction
included appropriate duties, high self-efficacy, and district and peer supervision, while
negative predictors were inappropriate duties and stress. Through the research, Osborn
went on to imply that school counselors may be able to increase their career satisfaction
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and career commitment by (a) allowing the opportunity for appropriate school counseling
responsibilities, (b) providing management and support for the district level and peers,
and (c) handling stress appropriately. In order to promote school counselor’s satisfaction,
school administrators should provide clerical assistance where needed and support school
counselors’ implementation of the ASCA National Model. Osborn also suggests that
educating administrators on the ASCA National Model may increase their support for
counselors to spend time on appropriate duties rather than on inappropriate duties such as
paperwork.
Leadership Defined
In Bess and Goldman’s (2001) article, leadership is defined as a social influence
process, whereby one person (not necessarily the titular leader) is able over time to
maintain greater control over others. This is process by which a person influences others
to accomplish an objective and directs the organization in a way that makes it more
cohesive and coherent while improving the organization through change. Leaders carry
out this process by applying their leadership attributes, such as beliefs, values, ethics,
character, knowledge, and skills.
The researchers suggest that leadership usually involves the concerted
modification by the leader of the goals, motivation, behavior and/or competencies of





Great Man and Trait theories emerged in the 1 940s under the presumption that the
capacity for leadership is inherent. These theories suggest that great leaders are born, not
made. Great Man and Trait theories dominated both the literature and thinking on
leadership. The term “Great Man” was used, as the name implies, because leadership at
that time was thought of primarily as a male quality, especially in terms of military
leadership.
Surveys of early trait research by Mann (1959) reported that many studies
identified personality characteristics that appear to differentiate leaders from followers.
Researchers attempted to identify what traits made good leaders, in order to find who
would make a great leader. Early research on leadership was based on the psychological
focus of the day, which was of people having inherited characteristics or traits. Attention
was thus put on discovering these traits, often by studying successful leaders, but with the
underlying assumption that if other people could also be found with these traits, then
they, too, could also become great leaders.
Stogdill (1974) identified the following traits that are essential to leaders:
“adaptable to situations, alert to social environment, ambitious and achievement
orientated, assertive cooperative, decisive, dependable, dominant (desire to influence
others), energetic (high activity level), persistent, self-confident, tolerant of stress, and
willing to assume responsibility” (p. 143). The skills that Stogdill believed that leaders
should possess are “ability to be clever (intelligent), conceptually skilled, creative,
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diplomatic and tactful, fluent in speaking, knowledgeable about group task, organized
(administrative ability), persuasive, and socially skilled” (p. 143).
Behavioral Theories
In the 1950s and 1960s, the behaviors of leaders became the focus. The premise
was that there is one best way to lead, which can be found by observing the behaviors of
leaders. Researchers studied established leaders and tried to isolate their behaviors to
understand the behaviors of leadership toward their followers. Different patterns of
behavior were grouped together and labeled as styles. According to Doyle and Smith
(2001), the four main styles that appear are: concern for task, concern for people,
directive leadership, and participative leadership. When leadership has a concern for task
they focus on the accomplishment of objectives. The leadership style that focuses on the
concern for people is committed to the needs, interests, and problems of their followers.
Leaders who expect followers to follow instructions and take directions operate under the
directive leadership style. When leadership is collaborated and there is shared decision
this leaders is operating under the participative leadership style. Similar to trait theories,
behavioral theories were also discounted because they failed to account for any
situational or environmental factors that may influence the acquisition of leadership
skills.
Situational/Contingency Theories
Lunenberg and Ornstein’s (2004) book discusses Hersey and Blanchard’s
situational leadership theory (SLT) stating that it typically refers to the behavior of
leaders as they attempt to adapt themselves to a variety of perceived conditions and
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challenges they face. This approach generally assumes that some configurations or
combinations of situation and leader behavior are more effective than others. SET
classifies two key leadership behaviors: task behavior and relationship behavior. Task
behavior is described as the leader does not provide appropriate communication and
merely explains what the subordinate should do. Relationship behavior component of the
SET describes the leader being engaged in two-way communication while being
emotionally supportive and encouraging appropriate behaviors. The maturity of
followers is a key situational variable in SET. A person’s job maturity and psychological
maturity are both task specific and combine with task behavior and relationship behavior
to form four levels of leadership styles:
Directing style. This is a high-task, low-relationship style and is effective when
subordinates are low in motivation and ability.
Coaching Style. This is a high-task, high relationship style and is effective when
subordinates have adequate motivation but low ability.
Supporting Style. This is a low-task, high relationship style and is effective when
subordinates have adequate ability but low motivation.
Delegating Style. This is a low-task, low-relationship style and is effective when
subordinates are very high in ability and motivation. (p. 170)
An underlying principle of situational and contingency theories was that who
emerges as the leader is dependent upon environmental factors and group dynamics, not
just the traits of the leader herself/himself. For the first time, researchers were looking at
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constructs outside of the leader as determining factors in both skills attainment and
success as a leader.
The House’s Path-Goal theory of leadership (Lunenberg & Ornstein, 2004)
suggests that the influence that leaders and subordinates have upon one another is vital to
the success of the leader. There are four types of leader behaviors that are involved with
this model: directive leadership, supportive leadership, participative leadership,
achievement-oriented leadership. A directive leader is supportive and provides guidance
and structure for the subordinates. A supportive leader is sociable and open all the while
being concerned with the overall well-being of the subordinate. The participative leader
operates under shared decision making practices and the achievement-oriented leader sets
high standards and goals for subordinates and shows confidence in their ability to meet
those goals.
Transformational Theories
According to originator of the transformational leadership theory, James
McGregor Burns (as cited in Lunenburg & Ornstein, 2004), transforming leadership is
exercised when persons with certain motives and purposes assemble resources in order to
stimulate and satisf~’ the motives of subordinates. Transformational leaders motivate
followers to work for transcendental goals and higher level self-actualizing needs. Bass
(1990) differentiated between two types of leadership styles: transformational and
transactional. Transactional leaders determine what steps subordinates need to take in
order to accomplish their own and the organization’s objectives and offer incentives
accordingly (Lunenburg & Ornstein, 2004).
33
In contrast with transactional leadership, which is more reward-based and focuses
more on the daily routines of getting things done, transformational leadership goes a step
beyond to create a shared commitment and increased value for employees. A
transactional leader will gratify a follower’s psychological and material needs, but a
transformational leader goes beyond these by arousing and elevating higher needs and
stimulating personal growth (Bass, 1990). While transactional leadership focuses on
getting things done (i.e., the day-to-day routines), transformational leadership provides
the incentive for people to attempt improvements in their practices; thus it is a “value
added” approach dealing with “second order” changes (i.e., building shared vision,
improving communication, and developing collaborative decision-making processes)
(Hallinger, 2003).
School Counselors as Educational Leaders
According to Devoss and Minnie (2006), school counselors are consistently not
categorized as leaders in the school setting. Consequently, school counselors are at a
disadvantage to promote wide-ranging change in the educational school setting.
However, it is becoming apparent in the legislation at the national and state levels that
school counselors provide and display educational leadership. ASCA has highlighted the
importance of leadership, placing it in the themes that surround the context of the school
counselors’ work described in the ASCA National Model(R) (2005).
Researchers Dollarhide, Gipson, and Saginak (2008) conducted a year-long
qualitative study in which they interviewed five new counselors who agreed to engage in
leadership. They found that leadership attitudes of school counselors are essential.
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School counselors should have the ability to implement a comprehensive guidance
program despite school or district pressures. The interviews also produced the thought
that if school counselors defined their own role as professional school counselors they
can reduce the influence of role-limiting assumptions from others. As school counselors
define their own role in terms of professional standards such as the ASCA National
Model (2005). Another important component of this research suggests that school
counselors can use resistance as a catalyst for personal and professional growth as
educational leaders. School counselors should examine the strengths and weaknesses of
their character, management style, and how well they interact with others in order to
explore possibilities for growth.
Exploration into the leadership role of school counselors has also brought
attention to principal-school counselor relationship, as they are both perceived as leaders
in the schools (Zalaquett, 2005). Zalaquett summarized the importance of principals in
the selection, retention, and definition of school counselors in their schools, describing
the roles of principals and school counselors as interactive partners who have the
common goal of student success without compromising the integrity of each profession.
According to Kirchner and Setchfield (2005), counselors are spending time
assisting non guidance related tasks such as registration and scheduling, maintaining
student records and files, and coordinating special education services. The researchers
suggest that this incongruence of counselor’s roles has created many misconceptions of
what an actual school counselor role is. Kircherner and Setchfield go on to say that it
may not be principals’ lack of understanding of counselor roles that leads to poor
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allocation of counselors’ time, but the real demands of the work settings that impinge on
both roles.
Dollarhide’s (2003) research on counselors as educational leaders sought to
outline the activities and skills of each leadership context specific to school counseling,
and provided an example of this holistic view of leadership used by school counselors.
The leadership styles that were highlighted were structural leadership, human resource
leadership, political leadership, and symbolic leadership. In the context of structural
leadership, school counselors would lead by developing activities involving the building
of an effective comprehensive school counseling program. In the context of human
resource leadership, school counselors would lead via the activities of believing in people
and communicating that belief, being visible and accessible, and empowering others. In
this leadership context, school counselors would lead through activities involving the
assessment of the distribution of power within the building and district, the building of
linkages with important stakeholders such as parents and school board members, and the
use of persuasion and negotiation.
Summary
The topics ofjob satisfaction and leadership have been widely studied. However,
few studies have focused on school counselors’ job satisfaction and even fewer studies
have examined school counselors as educational leaders. A number of factors have been
found to significantly impact the job satisfaction level of school counselors. Among
those frequently cited are role ambiguity and administrative policies and practices. While
counselors are still expected to perform traditional duties and tasks, the demands placed
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upon them by various groups and the changing environment continues to increase.
Leadership skills are important in decreasing role ambiguity and increasing the quality of
services of school counselors. Many school counselors do not function as leaders within
their schools, though leadership is encouraged by professional organizations.
CHAPTER III
THEORETICAL FRAMEWORK
This study is designed to identify the relationship between selected independent
variables and the level ofjob satisfaction of school counselors in a Metropolitan Atlanta
school district. Particularly, this research design investigates eight major areas that
impact job satisfaction of school counselors: (a) leadership attributes, (b) counselor
demographics, (c) leadership style of the principal, (d) work relationships, (e) role
responsibilities, (f) extent of institutional recognition, (g) parent-counselor relationships,
and (h) school demographics. Chapter III includes the definitions of variables and other
terms, relationship among independent and dependent variables, and the summary.
Definition of Variables and Other Terms
Dependent Variables
The definition of the dependent variable is defined as the level ofjob satisfaction
or how school counselors perceive their jobs and different facets oftheirjobs. Level of
job satisfaction can also be defined as the school counselor’s willingness to remain in the
profession, willingness to remain in the school district, willingness to remain at the
particular school, would recommend working in the district and in the particular school to
a colleague, looking forward to the next year’s contract and work, and gets a high sense




The independent variables in this study are (a) counselor demographics, (b)
school demographics, (c) leadership style of the principal, (d) teacher-counselor
relationships, (e) role responsibilities, (f) extent of institutional recognition, (g) parent-
counselor relationships, and (h) counselors’ leadership attributes. These terms are
defined as follows:
Counselor Demographics: Refers to the age range, gender, race, degree status,
primary job title, number of years employed, and future interest in an administrative
position.
School Demographics: Refers to school level (elementary, middle, high), school
size (amount of students enrolled), school SES (whether or not it is a Title I school),
Adequate yearly progress status, and the number of counselors employed at the school.
Principal’s Leadership Style: The traits, behavioral tendencies, and characteristic
methods of a person in a leadership position. An important dimension of a principal’s
leadership style is the extent to which the he is willing to delegate responsibility and
encourage input from his school counselor. The authoritarian leader, democratic leader,
and laissez-faire leader are key leadership styles found amongst principals. Another
basic dimension is the extent to which a leader is task-motivated (concerned with
defining goals and the means to achieve them) or relationship-motivated (concerned with
supporting and encouraging school counselors).
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Teacher-Counselor Relationships: Refers to how well teachers work with school
counselors. Work relationships also relates to school counselors’ perceptions of teachers’
preferences regarding the types of necessary counseling and guidance services, how they
might best be delivered, and their expectations about school counselor Contributions and
their thoughts about working with counselors.
Role Responsibilities: According to the American School Counselor Association
Model, school counselors should spend most of their time in direct service to and contact
with students. Therefore, school counselors’ duties are focused on the overall delivery of
the total program through guidance curriculum, individual student planning, and
responsive services. A small amount of their time is devoted to indirect services called
system support.
Extent ofInstitutional Recognition: Refers to school counselors’ perceptions of
the level of appreciation that a school has for the school counselor. This is often
expressed by faculty, students, and parents during National School Counseling Week in
the month of February.
Parent-Counselor Relationships: The school counselor’s opinion on how well
their role is understood by parents, perception of how accessible parents feel school
counselors are, and school counselors’ perceptions of parents level of trust towards them.
Counselors’ Leadership Attributes: Refers to an identifiable set of skills in the art of
mobilizing others to want to struggle for shared aspirations. In this study school
counselors’ leadership attributes will be determined by their amount of leadership activity
throughout the district, throughout the community, and within the school building.
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Other operational term(s)
Burnout: Characterized by emotional fatigue, disengagement, irritability, and
apathy resulting from the work environment.
Relationship among Variables
Counselor Demographics: Researchers Butler and Constantine (2005) indicated
that school counselors who had been counseling for 30 or more years reported lower
feelings of personal accomplishment than did their peers who had been counseling for 0-
9 years and 10-19 years. Moreover, they found that school counselors with 20-29 years
of experience reported higher feelings of depersonalization than did their counterparts
with 0-9 years of experience.
School Demographics: The role statement of the American School Counselor
Association (ASCA, 2005) recommends that counselors focus at least 70% of their time
on direct services to students with a maximum counselor-to-student ratio of 1:250. While
student enrollment across school systems in the United States have grown tremendously,
budgetary limitations have strained the hiring of additional school counselors, resulting in
greater student-to-counselor ratios and increased work-role demands of school
counselors. Moreover, as school enrollments and work expectations have increased, the
“face” of the school population in the United States has become more culturally diverse,
and school counselors have been challenged to become better prepared to work with
students representing diverse cultural backgrounds (Constantine & Butler, 2005). Some
school counselors may feel ill-prepared to work within the context of the changing
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expectations and demographics of their school systems, which could affect their level of
job satisfaction.
Principal’s Leadership Style: Leader-member exchange (LMX) theory is a
framework for considering how school counselors’ roles are defined at building level and
exploring factors that may impact school counselors’ job satisfaction. The LMX theory is
grounded in the belief that the quality of the relationship and interactions between a
superior (principal) and subordinate (school counselor) influence how subordinates’ roles
are defined. Furthermore, there is evidence that superior-subordinate relationships and
role definition may affect school counselor job satisfaction and turnover intentions.
(Clemons, 2008).
Teacher Counselor Relationships: Rayle (2006) examined the relationships of
mattering to others at work and school counselors’ job satisfaction. It was hypothesized,
that job-related stress, mattering to others, and job satisfaction were significantly related
for all school counselors. Those school counselors who perceived they mattered more to
others at work reported greater levels ofjob satisfaction and lower levels ofjob-related
stress. Past research has indicated that people who perceive that they matter to others at
work will have increased job satisfaction (Connolly & Myers, 2003). Rayle suggested
that school counselors who believe that they matter to significant groups of people they
work with will feel a greater sense ofjob satisfaction in their daily work lives, and
ultimately their job-related stress may be mediated by their beliefs that they matter.
Role Responsibilities: School counselors are increasingly spending more time in
non-counseling, administrative tasks. The role statement of the American School
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Counselor Association (ASCA, 1999) recommends that counselors focus at least 70% of
their time on direct services to students. If they are unable to fulfill their primary role,
frustration and job dissatisfaction may result. By becoming more proactive in defining
their roles, counselors can reduce their stress levels and enhance their job satisfaction
(DeMato & Curcio, 2004).
Extent ofInstitutional Recognition: The Education Trust (2004) joined The
American School Counselor Association, The College Board, and The National
Association for College Admissions Counseling to form The Coalition to Improve
Student Achievement through School Counseling (CISASC). One of their goals is to
promote and support policy changes and legislative efforts to secure support for
professional development, and increased recognition of school counselors’ contribution
to school success for students. Rayle’s (2006) study suggested that school counselors
who believe that they matter to significant groups of people they work with will feel a
greater sense ofjob satisfaction in their daily work lives, and ultimately their job-related
stress may be mediated by their beliefs that they matter.
Parent-Counselor Relationships: According to ASCA’s Ethical Standards for
School Counselors (2004), the professional school counselor should respect the rights and
responsibilities of parents/guardians for their children and endeavors to establish, as
appropriate, a collaborative relationship with parents/guardians to facilitate the student’s
maximum development. Educating parents about privacy, confidentiality, and privileged
communication helps the professional school counselor avoid misunderstandings that
impair the parent-counselor relationship. By creating management agreements among
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administration, parents, students, and professional school counselors to clearly define the
school counseling program, “agreed-upon conditions” can be determined, and an ethical
environment and collaborative relationship are established.
Counselors’ Leadership Attributes: The No Child Left Behind Act (NCLB)
moved educational leadership from the positional role of the principal to all those
involved in advancing student success, including school counselors (House & Martin,
2003). The responsibility of educational leadership shifted to a view of shared
responsibility by all who work within the educational setting. Although leadership is
encouraged by professional organizations, many school counselors do not function as
leaders within their schools (Cobia & Henderson, 2003). Leadership attributes are
important in decreasing role ambiguity and increasing the quality of services of school
counselors thus increasing job satisfaction.
Summary
This chapter summarizes the theoretical framework for this study. Figure 1 shows
the significant relationship between the independent and dependent variables. This
chapter also gives the definitions of the variables and other terms that are used and
provides a justification for the use of the variables in this study.
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Research Questions
With regard to the statement of the problem, and in accordance with the purpose
of the study, the following research questions have been formulated to guide this study:
RQ1: What is the relationship between school counselor demographics (gender,
age range, race/ethnicity, degree status, years of experience, interest in an
administrative position) and job satisfaction of school counselors?
RQ2: What is the relationship between school demographics (school level,
school size, school SES, and student-school counselor ratio) and job
satisfaction of school counselors?
Figure 1. Significant Relationship between the Independent and Dependent Variables
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RQ3: What is the relationship between the school counselors’ leadership
attributes and job satisfaction of school counselors?
RQ4: What is the relationship between the leadership style of the principal and
job satisfaction of school counselors?
RQ5: What is the relationship between the work relationship with teachers and
job satisfaction of school counselors?
RQ6: What is the relationship between role responsibilities and the job
satisfaction of school counselors?
RQ7: What is the relationship between the extent of institutional recognition and
job satisfaction of school counselors?
RQ8: What is the relationship between parent-school counselor relationships and
job satisfaction of school counselors?
RQ9: Do role responsibilities explain variations in school counselors’ job
satisfaction more than the other variables?
CHAPTER IV
RESEARCH METHODOLOGY
The purpose of this study was to investigate the factors associated with the
significant relationship between selected independent variables and the job satisfaction of
school counselors in a Metropolitan Atlanta school district. This study was descriptive in
nature and used a survey format to gather information. Particularly, this research design
investigated eight major areas that impact job satisfaction of school counselors: (a)
counselor demographics, (b) school demographics, (c) leadership style of the principal,
(d) teacher-counselor relationships, (e) role responsibilities, (f) extent of institutional
recognition, (g) parent-counselor relationships, and (h) counselors’ leadership attributes.
Research Design
The statistical test that was used to test the relationships as expressed in the
research questions is the correlation analysis. The research was undertaken in a
metropolitan Atlanta school district. Data collection took place with a 4 1-item survey
instrument. The survey instrument was administered to school counselors during a
scheduled system wide school counselor meeting. The results of the study were analyzed





The data collected by the researcher were analyzed with the Statistical Package
for the Social Science (SPSS). This application was critical because it provided a
systematic way to identif~’ and evaluate the responses taken from the survey. A
regression analysis was used to determine the impact of the independent variables on the
dependent variable. A correlation analysis was used to test the relationships as expressed
in the research questions. The data were assigned a code for Microsoft Excel and then
loaded the into the SPSS package to obtain the correlation analysis of the variables.
Description of the Setting
The survey was administered at an Atlanta metropolitan school district during a
scheduled school counselor meeting in February 2010. The population consisted of
school counselors employed by the school district. There are 63 schools with
approximately 52,000 students in grades pre-kindergarten through grade 12 in the district.
There are 41 elementary school counselors and 58 middle/high school counselors. This
study involved all counselors across the levels that were willing to participate, including
counselors who serve as part-time counselors. Part-time counselors are shared between
two schools. These counselors are regarded as part-time to an individual school but they
are full time in the school district.
Participant Selection and Sampling Procedures
Thirty-five surveys were collected from elementary school counselors, 19 from
middle school counselors, and 22 from high school counselors. The researcher collected
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86 survey responses from 99 issued for a return rate of 87° o from the school counselor
participants.
Limitations of the Study
The study was limited to one school district located in a metropolitan area of
Atlanta. Because of the study’s small sample size and geographic area, national
generalizability of results was limited. Results were not generalized to non-public school
counselors or counselors working outside the school setting. The results were not
generalized to counselors in school districts in other states only to the extent that they are
similar to those in the sample. The second limitation was that although one of the most
popular method of measuring job satisfaction is the questionnaire, it was limited to the
facets chosen to be investigated by the developer. Therefore, more specific areas of
satisfaction or dissatisfaction may not be disclosed.
Instrument Development
The researcher developed a survey instrument that consisted of a series of
questions to identify a relationship between selected independent variables and job
satisfaction of school counselors. The survey was comprised of background information
that helped to identify characteristics of the school counselors that answered the
questions. The survey was designed by the researcher and a professor familiar with the
process of gathering quantitative data. The framework of the research instrument
presented a set of attitude statements. The target sample was asked to express
satisfaction or dissatisfaction on a three, five-point scales known as the Likert Scales.
The first scale was rated from one to five and had various degrees of willingness ranging
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from (a) very unwilling, (b) unwilling, (c) neutral, (d) willing, and (e) very willing. The
second scale was rated from one to five and had various degrees of agreement ranging
from (a) strong disagree, (b) disagree, (c) neutral, (d) agree, and (e) strongly agree. The
third scale was rated from one to five and had various degrees of satisfaction ranging
from (a) very dissatisfied, (b) dissatisfied, (c) neutral, (d) satisfied, and (e) very satisfied.
This numerical value was used to calculate the responses of the participants.
Construct validity of the survey was checked using an item to scale pilot test and the
Cronbach alpha test was used to determine reliability (see Table 3). The instrument had
strong construct validity as in every case the variables correlated significantly with the
items measuring them well beyond the.01 level. The reliability was high seeing that an
Alpha coefficient of .60 is generally regarded as acceptable for instrument reliability and
in this case all the variables had a reliability coefficient of .78 and higher.
Table 3
Reliability Tests Cronbach Alpha
No. of
Variables Respondents No. of Items Alpha Coefficient
Job Satisfaction 81 8 .7860
Counselor Leadership Attributes 81 6 .7915
Principal Leadership Style 80 10 .7899
Counselor-Teacher Relationships 82 6 .8072
Counselor Role Responsibilities 77 6 .7993
Counselor Recognition 78 6 .8046
Counselor-Parent Relationships 82 6 .793 5
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Item to Scale Correlations









**Conelation is significant at the .01 level (2-tailed)
Table 5
Item to Scale Correlationfor Counselor Leadership Attributes
Items 8 9 10 11 12
Pearson Correlation .722** .732** .653** 819** .784**
Sig. (2-tailed) .000 .000 .000 .000 .000






















**Correlation is significant at the .01 level (2-tailed)
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Table 6
ftem to Scale Correlationfor Principal Leadership Style
Items 13 14 15 16 17
Pearson Correlation .890** .895** 838** .842** .846**
Sig. (2-tailed) .000 .000 .000 .000 .000
N 80 80 80 80 80
Items 18 19 20 21
Pearson Correlation .915** 853** 696** .839**
Sig. (2-tailed) .000 .000 .000 .000
N 80 80 80 80
**Coffelation is significant at the .01 level (2-tailed)
Table 7
Item to Scale Correlation for Counselor-Teacher Relationship
Items 22 23 24 25 26
Pearson Correlation •739** .746** .818** .832** .920**
Sig. (2-tailed) .000 .000 .000 .000 .000
N 82 82 82 82 82
**Correlation is significant at the .01 level (2-tailed)
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Table 8













**Correlation is significant at the .01 level (2-tailed)
Table 9













**Correlation is significant at the .01 level (2-tailed)
Table 10
Item to Scale Correlationfor Counselor-Parent Relationship
Items 37 38 39 40 41
Pearson Correlation •744** .712** .815** .828** .672**
Sig. (2-tailed) .000 .000 .000 .000 .000

























**Correlation is significant at the .01 level (2-tailed)
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Data Collection Procedures
The following procedures were used to collect the data from the target sample:
1. The researcher received approval from the county’s coordinator of guidance
and counseling to conduct the research.
2. The researcher made copies of the instrument available to the target sample.
The instrument was distributed by the coordinator of guidance and counseling.
3. The researcher received completed surveys from the coordinator of guidance
and counseling.
4. The researcher completed the data analysis to compile the results of the study.
Working with Human Subjects
The information gathered in this study remained confidential. All participants
were notified of the confidentiality when they received the survey. The identities of the
school counselors remained concealed because the survey instrument did not ask for their
names or any other information that directly linked them to the study. School counselors
were notified before completing the survey why it was administered and the issues of
confidentiality and anonymity were discussed to ensure that the target sample was
completely aware of the conditions for participation.
Summary
Chapter IV described research methodology and design. This chapter also
identified the instrument and implementation of the study. A description of the target
sample was also provided in Chapter IV. The survey was administered in order to
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determine if there is significant relationship between selected independent variables and
the level ofjob satisfaction of school counselors.
CHAPTER V
ANALYSIS OF THE DATA
Introduction
The analysis of data was conducted to identify if there was a significant
relationship between selected independent variables and the level ofjob satisfaction of
school counselor and the implications for administrators and policy makers. The data
were collected at an Atlanta metropolitan school district during a scheduled school
counselor meeting in February 2010. The population consisted of school counselors
employed by the school district. Findings from the research were examined and
displayed in tables. The findings from the research are analyzed and discussed.
Description Summary
The researcher collected a total of 86 surveys from the participants—35 were
collected from elementary school counselors, 19 from middle school counselors, and 22
from high school counselors. The survey instrument consisted of 41 questions. The
researcher collected 86 survey responses from 99 issued for a return rate of 87% from the
school counselor participants. Each survey was coded Respondent 1 through 86. On the




Out of 86 respondents, 82 counselors answered the gender question. Twelve









Eighty-two of the 86 respondents answered the age range question. Age range
was divided into four categories: seven respondents selected ages 30 and under and were
coded as (1), 31 respondents selected ages 31-40 and were given the code (2), 19
respondents fell between ages 41-50 and were coded as (3), and 25 respondents selected













Of the 86 respondents, 82 participants responded to the question on race. Twelve
participants selected Caucasian and were coded (1). Sixty-nine participants selected
African-American and were assigned the code (2). One participant selected other and











Current degree status was the fifth demographic question on the survey and 85 of
the 86 counselors responded. None of the participants selected Bachelors Degree which
was coded as (1), 52 respondents selected Masters Degree which was assigned code (2),
24 respondents have a Specialist Degree and were coded (3), and nine respondents have










Primary Job Title was the sixth demographic on the survey, 76 of the 86
counselors responded to this item. Thirty-five respondents were elementary school
counselors and given the code (1), 19 respondents selected Middle School Counselor and
assigned the code (2), and 22 respondents were High School Counselor and assigned
code (3) (Table 15).
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Table 15








The seventh demographic question was number of years employed as a school
counselor, all 86 counselors responded to this item. Forty-nine counselors selected 0-10
years which was coded as (1), 25 counselors selected 11-20 years which was assigned
code (2), nine counselors selected 2 1-30 years which was coded as (3), and three
counselors selected 31 years and above and were assigned code (4) (Table 16).
Table 16










The eighth counselor demographic question was counselor’s interest in advancing
to an administrative position, 84 of the 86 counselors responded to this item. Twenty-six
respondents selected yes and were coded as (1) and 56 respondents selected no and were
coded as (2) (Table 17).
Table 17








The ninth demographic question was asked the counselors if they worked at a
Title I School, 83 of the 86 counselors responded to this item. Seventy-six counselors
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responded yes and were assigned code (2) and six respondents answered no and were
assigned code (1) (Table 18).
Table 18








The tenth demographic question asked how many students were enrolled at each
counselor’s school, 85 of the 86 counselors responded to this item. Twenty-two
counselors work at a school with 675 or less students and were assigned code (1), 48
counselors are employed at a school with 676-1350 students and were issued code (2), 14
counselors work at a school with 1351-2025 students and were assigned code (3), and




Sample Number ofStudents Enrolled








The eleventh demographic question asks counselors to identif~’ the number of
counselors at their school, 84 of the 86 counselors responded to this item. Forty-one
respondents work at a school with 1 counselor and were coded (1). Eighteen respondents
work at a school with two counselors and were assigned code (2). Thirteen respondents
work at a school with three counselors and were assigned code (3). Eleven respondents
work at a school with four counselors and were assigned code (4) and one respondent
works at a school with five counselors and was issued code (5) (Table 20).
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Table 20
Sample Number ofCounselors at Each School









The final demographic question asked respondents to identify their school’s
Academic Yearly Progress (AYP) status, 80 of the 86 counselors responded to this item.
Fifty-five counselors responded that their school’s Made AYP and were issued code (3),
21 counselors responded that their school did not make AYP and were assigned code (2),
and four counselors responded that their school is a Needs Improvement School and were
coded (1) (Table 21).
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Table 21








Codes were also assigned for questions 1-41 on the survey. Willingness!
unwilling items were coded as follows: very unwilling (1), unwilling (2), neutral (3),
willing (4), and very willing (5). In regards to the agree/disagree questions, the items
received the following codes: strongly disagree (5), disagree (4), neutral (3), agree (4),
and strongly agree (5). The satisfied/dissatisfied items were coded as: very dissatisfied
(1), dissatisfied (2), neutral (3), satisfied (4), and very satisfied (5). The data was coded
as such in Microsoft Excel.
Research Questions and Data Analysis
Counselor Demographics
RQ 1: What is the relationship between demographics (gender, age range,
race/ethnicity, degree status, years of experience, interest in an
administrative position) and job satisfaction of school counselors?
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The correlation coefficient of gender and job satisfaction is .131 with a
significance level of .255. The correlation coefficient of age and job satisfaction is .061
with a significance level of .59 1. The correlation coefficient of race and job satisfaction
is .085 with a significance level of .460. The correlation coefficient of school
counselors’ degree status and level ofjob satisfaction is .094 with a significance level of
.405. The correlation coefficient of years employed as a school counselor and job
satisfaction is -.043 and the level of significance is .704. Lastly, the correlation
coefficient of interest in an administrative position and job satisfaction is .029 and the
level of significance is .803. According to the data analysis there is no significant
relationship between school counselors’ demographics and the level job satisfaction (see
Table 22).
Table 22
Correlation ofSchool Counselor Demographics and Job Satisfaction
Gender Age Race
JobSAT Pearson Correlation .131 .061 .085
Sig. (2-tailed) .255 .591 .460
N 77 71 77
Degree Years Admin.
Pearson Correlation .094 -.043 .029
Sig. (2-tailed) .405 .704 .803
N 80 81 78
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School Demographics
RQ2: What is the relationship between school demographics (school level,
school size, school SES, and student-counselor ratio) and job satisfaction
of school counselors?
The correlation coefficient of school level and job satisfaction is -.009 with a
significance level of .942. The correlation coefficient of schools’ socioeconomic status,
determined by Title I status and job satisfaction is .101 with a significance level of .3 77.
The correlation coefficient of the number of students enrolled and job satisfaction is -.048
with a significance level of .670. The correlation coefficient of the number of school
counselors per school and level ofjob satisfaction is .015 with a significance level of
.896. The correlation coefficient of the school’s AYP status and job satisfaction is -.080
and the level of significance is .496. According to the data analysis there is no significant
relationship between the schools’ demographics and the level of job satisfaction. (see
Table 23).
Table 23
Correlation ofSchool Demographics and Job Satisfaction
#of #of
Level SES Students Counselors AYP
JobSAT Pearson Correlation -.099 .101 -.048 .015 .080
Sig. (2-tailed) .942 .377 .670 .896 .496
N 74 78 81 81 75
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RQ3: What is the relationship between the school counselors’ leadership
attributes and job satisfaction of school counselors?
The correlation coefficient of counselors’ leadership attributes and job satisfaction
is .610 with a significance level of .000. Thus there is a statistically significant
relationship between school counselors’ leadership attributes and the level ofjob
satisfaction of school counselors (Table 24).
Table 24
Correlation ofLeadership Attributes and Job Satisfaction ofSchool Counselors
CnclLead
bSAT Pearson Correlation .610
Sig. (2-tailed) .000
N 77
RQ4: What is the relationship between the leadership style of the principal and
job satisfaction of school counselors?
The correlation coefficient of the leadership style of the principal and school
counselors’ job satisfaction is .602 with a significance level of .000. Therefore, there is a
statistically significant relationship between principal’s leadership style and the level of
job satisfaction of school counselors (Table 25).
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Table 25
Correlation ofLeadership Style Attributes and Job Satisfaction ofSchool Counselors
PrincLead
JobSAT Pearson Correlation .602
Sig. (2-tailed) .000
N 75
RQ5: What is the relationship between the work relationship with teachers and
job satisfaction of school counselors?
The correlation coefficient of the teacher-counselor relationship and job
satisfaction is .448 with a significance level of .000. Therefore, there is a statistically
significant relationship between principal’s leadership style and the level ofjob
satisfaction of school counselors (Table 26).
Table 26
Correlation of Teacher-Counselor Relationships and Job Satisfaction ofSchool
Counselors
TechCnclRela




RQ6: What is the relationship between role responsibilities and the job
satisfaction of school counselors?
The correlation coefficient of school counselors’ roles and job satisfaction is .471
with a significance level of .000. Therefore, there is a statistically significant relationship
role responsibilities and job satisfaction of school counselors (Table 27).
Table 27
Correlation ofRole Responsibilities and Job Satisfaction ofSchool Counselors
CnclRolRes
JobSAT Pearson Correlation .471
Sig. (2-tailed) .000
N 72
RQ7: What is the relationship between the extent of institutional recognition and
job satisfaction of school counselors?
The correlation coefficient of school counselors’ recognition and job satisfaction
is .438 with a significance level of .000. Therefore, there is a statistically significant




Correlation ofInstitutional Recognition and Job Satisfaction ofSchool Counselors
CnclRec
JobSAT Pearson Correlation .438
Sig. (2-tailed) .000
N 73
RQ8: What is the relationship between parent-counselor relationships and job
satisfaction of school counselors?
The correlation coefficient of school counselors’ and parents’ relationships and
job satisfaction is .274 with a significance level of .0 16. Therefore, there is a statistically
significant relationship between parent-counselor relationships and job satisfaction of
school counselors (Table 29).
Table 29
Correlation ofSchool Counselors’ and Parents’ Relationships and Job Satisfaction
CnclParRel




RQ9: Do role responsibilities explain variations in school counselors’ job
satisfaction more than the other variables?
A regression analysis was done to determine the impact of counselor roles and
responsibilities on job satisfaction. The regression analysis in Table 30 shows that there
were two variables that had a significant impact on job satisfaction. Counselor leadership
with a Beta weight of .489 and a level of significance of .002 and counselor role





Model B Std. Error Beta t Sig.
I (Constant) 1.508 3.575 3.219 .002
CnclLead .917 .189 .577 4.846 .000
2 (Constant) 10.164 3.492 2.911 .006
CnclLead .698 .207 .439 3.362 .002
CnclRolRe .354 .161 .287 2.195 .033





Model R R Square Adjusted R Square Std. Error of the Estimate
•577a 333 .319 4.62593
2 •630b .396 .370 4.44871
a. Predictors: (Constant), CnclLead
b. Predictors: (Constant), CnclLead, CncIRolRes
The data were further analyzed using Factor Analysis as check to see which of the
independent variables would significantly relate to job satisfaction. Job Satisfaction
loaded on the same factor, Factor 1, with Counselor Leadership, Principal Leadership
Style, Counselor Role Responsibilities, and Counselor Recognition. Therefore, the factor




1 2 3 4 5 6
Gender .003 .011 .096 .116 -.090 .908
Age .062 .133 .931 -.012 .039 .011
Race .090 .165 -.198 -.171 .754 -.015
Degree .020 -.002 .123 .282 .768 -.072






























1 2 3 4
Years -.047 -.052 .896 .146
Admin. -.189 .089 .037 .720
#ofStdnts -.015 .834 .028 -.134
# of Cnslrs -.064 .948 .035 .011
AYP .269 -.453 .220 -.213
JobSAT .714 -.059 .000 .075
CnclLead .781 -.156 -.253 .082
PrinLead .853 -.114 .169 -.287
TeachCnclRel .500 -.080 -.010 .753
CnclRoIRes .768 -.040 .088 .332
CnclRec .771 .005 .001 .106
CncIParReI .442 -.060 .272 .589
Extraction Method: Principal Component Analysis.
Rotation Method: Varimax with Kaiser Normalization.
a. Rotation converged in 12 iterations.
CHAPTER VI
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS
Introduction
The purpose of Chapter VI is to identif~’ and draw attention to the major findings
from the research study. The conclusions are based on the findings and the implications
are determined. The recommendations are made for providing policies, programs,
models, and a framework for improving school counselor job satisfaction in public
schools. Chapter VI also makes recommendations for future research in this area.
The researcher conducted this study using the Pearson correlation analysis to test
the research questions. This methodology was important because it provided a measure
of the relationship between the dependent variable and the independent variables. The
study was designed to examine the factors (school counselor demographics, school
demographics, school counselor leadership attributes, principal leadership style, teacher-
school counselor relationship, parent-school counselor relationship, school counselor
recognition, and school counselor role responsibilities) associated with school counselor
job satisfaction.
Conclusions
The purpose of this study was to identifS’ the relationship between selected
independent variables and the level ofjob satisfaction of school counselors in a school
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district in metropolitan Atlanta in and to further reveal how administrators and policy
makers can guide school counselors in contributing to and improving the legitimacy of
the profession. The first chapter delineates the introduction, statement of the problem,
purpose of the study, research questions, and significance of the study. The second
chapter is a review of literature on the research topic in relation to the selected
independent variables. The third chapter explains the theoretical framework of the study.
Chapter four establishes the research methodology employed for this study. This chapter
includes the research design, description of the setting, sampling procedures, working
with human subjects, instrumentation, data collection procedures, statistical applications
and the summary. Chapter V discusses the analysis of data collected from the research.
This chapter contains demographic information, the use of Pearson Correlation
Coefficient, Regression Analysis, and Factor Analysis. Chapter VI consists of the
summary, conclusion, findings and implications from the research followed by the
recommendations and conclusion. The study addressed the following research questions:
RQ 1: What is the relationship between demographics (gender, age range,
race/ethnicity, degree status, years of experience, interest in an
administrative position) and job satisfaction of school counselors?
RQ2: What is the relationship between school demographics (school level,
school size, school SES, and student-school counselor ratio) and job
satisfaction of school counselors?
RQ3: What is the relationship between the school counselors’ leadership
attributes and job satisfaction of school counselors?
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RQ4: What is the relationship between the leadership style of the principal
and job satisfaction of school counselors?
RQ5: What is the relationship between the work relationship with teachers and
job satisfaction of school counselors?
RQ6: What is the relationship between role responsibilities and the job
satisfaction of school counselors?
RQ7: What is the relationship between the extent of institutional recognition and
job satisfaction of school counselors?
RQ8: What is the relationship between parent-school counselor relationships and
job satisfaction of school counselors?
RQ9: Do role responsibilities explain variations in school counselors’ job
satisfaction more than the other variables?
Findings and Implications
School counselor Demographics
Findings from the data produced the following results: the correlation coefficient
of gender and job satisfaction is .1.31 with a significance level of .25 5. The correlation
coefficient of age and job satisfaction is .061 with a significance level of .591. The
correlation coefficient of race and job satisfaction is .085 with a significance level of
.460. The correlation coefficient of school counselors’ degree status and level ofjob
satisfaction is .094 with a significance level of .405. The correlation coefficient of years
employed as a school counselor and job satisfaction is -.043 and the level of significance
is .704. Lastly, the correlation coefficient of interest in an administrative position and job
77
satisfaction is .029 and the level of significance is .803. According to the data analysis
there is no statistically significant relationship between school counselors’ demographics
and the level job satisfaction.
School’s Demographics
Findings from the data concluded that the correlation coefficient of school level
and job satisfaction is -.009 with a significance level of .942. The correlation coefficient
of schools’ socioeconomic status, determined by Title I status and job satisfaction is .101
with a significance level of .3 77. The correlation coefficient of the number of students
enrolled and job satisfaction is -.048 with a significance level of .670. The correlation
coefficient of the number of school counselors per school and level ofjob satisfaction is
.015 with a significance level of .896. The correlation coefficient of the school’s
Adequate Yearly Progress (AYP) status and job satisfaction is -.080 and the level of
significance is .496. According to the data analysis there is no significant relationship
between the schools’ demographics and the level ofjob satisfaction demographics and
job satisfaction.
School Counselor ‘s Leadership Attributes
Findings from the data concluded that the correlation coefficient of school
counselors’ leadership attributes and job satisfaction is .610 with a significance level of
.000. Thus there is a statistically significant relationship between school counselors’
leadership attributes and the level ofjob satisfaction of school counselors. Therefore, the
researcher can conclude that school counselors should be given the opportunity to display
leadership in their schools and in the legislation at the national and state levels. While
78
leadership is encouraged by American School Counselor Association (ASCA) many
school counselors do not function as educational leaders within their schools.
Leadership skills are important in decreasing role ambiguity and increasing the quality of
services of school counselors. Implementation of an effective comprehensive school
counseling program is also an essential component of school counselor leadership.
School counselors may have been excluded from leadership roles because of the lack of
evidence in the evaluation of their guidance programs, and thus are unable to prove that
their current roles or services benefit students.
Leadership Style of the Principal
Findings from the data concluded that the correlation coefficient of the leadership
style of the principal and school counselors’ job satisfaction is .602 with a significance
level of .000. Therefore, there is a statistically significant relationship between
principal’s leadership style and the level ofjob satisfaction of school counselors.
Effective co-leadership between principals and school counselors facilitates relationships,
builds trust, enhances communication, and, ultimately, refocuses teachers, parents, and
communities on the challenge of helping all students become successful lifelong learners
and productive citizens. These types of collaborative relationships should require
ongoing open dialogue. Scheduling meetings to discuss student issues, school policies,
programs, sharing information about students’ progress, needs, and concerns; soliciting
administrative feedback on program development and implementation; and cultivating
and demonstrating mutual professional and personal respect between principals and
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school counselors will do much to promote an atmosphere of collaboration and
cooperation as well as add to school counselor job satisfaction.
Teacher-School counselor Relationship
Findings from the data concluded that the correlation coefficient of the teacher-
school counselor relationship and job satisfaction is .448 with a significance level of .000.
Therefore, there is a statistically significant relationship between teacher-school
counselor relationship and the level ofjob satisfaction of school counselors. Teacher-
school counselor consultation is essential to provide the best services for students.
Communication amongst all staff members is crucial to student achievement. Another
poignant concern is that teachers have a lack of understanding of what counselors do,
specifically in regards to interventions and services with students. As school counselors
share results of their programs with teachers they enhance their legitimacy and prove that
school counselors are a vital role as contributors to student learning.
School Counselor ‘s Recognition
Findings from the data concluded that the correlation coefficient of school
counselors’ recognition and job satisfaction is .438 with a significance level of .000.
Therefore, there is a statistically significant relationship between institutional recognition
and job satisfaction of school counselors. Mattering to others or school counselor
recognition is another vital component of school counselors’ job satisfaction, which is
supported by Maslow’s motivation theory. If school counselors are often overlooked for
recognition as it relates to student achievement because they are not in the classrooms
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with students daily, they may believe that their contributions to student success is
regarded as less than that of other educators.
School Counselor-Parent Relationships
Findings from the data concluded that the correlation coefficient of school
counselors’ and parents’ relationships and job satisfaction is .438 with a significance
level of .000. Therefore, there is a statistically significant relationship between parent-
school counselor relationships and job satisfaction of school counselors. Parental
involvement with and understanding of a comprehensive school counseling guidance
program provides opportunities for school counselors to share resources, referrals to
outside agencies, and information on parents’ rights. School counselor-parent
collaborations are another critical component in helping students achieve. If parents are
not involved with the school’s guidance program or are reluctant to speak with the school
counselor about their child, this may add to school counselor job dissatisfaction.
School counselor ‘s Role Responsibilities
A regression analysis was done to determine the impact of school counselor roles
and responsibilities on job satisfaction. The findings concluded that there were two
variables that had a significant impact on job satisfaction. School counselor leadership
had a Beta weight of .489 and a level of significance of .002 and school counselor role
responsibilities had a Beta weight of .287 and significance level of .03 3. Administrators
may fail to support school counselors in their appropriate role functioning because there
is a lack of exposure to recent counseling initiatives such as ASCA role statements or the
ASCA National Model. Non-guidance duties need to be re-evaluated by school
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administrators and reassigned to appropriate employees. If state regulations do not
ensure that school counselors’ roles and responsibilities are aligned with prescribed
national statements, school counselors are vulnerable to job dissatisfaction.
Limitations
There are some possible limitations of our study. For example, generalizability of
the findings is cautioned because the sample was predominantly African-American
females, who may differ in opinion from other races and males who did not answer.
Although school counselors in the United States are predominantly female, it may be
important for future researchers to examine similar variables in school counselors who
represent a wider range of racial backgrounds. Secondly, the participants who responded
to the survey are from a school district in metropolitan Atlanta and represent a small
population of school counselors in the nation. In spite of these limitations, findings of
this study show that there is a statistically signification relationship between selected
independent variables (school counselor leadership attributes, principal leadership style,
teacher-school counselor relationship, parent-school counselor relationship, school
counselor recognition, and school counselor role responsibilities) and job satisfaction.
Recommendations
The following recommendations for improving school counselor job satisfaction
are drawn from the research that suggests that there is a significantly significant
relationship between school counselor leadership attributes, principal leadership style,
teacher- school counselor relationship, parent-school counselor relationship, school
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counselor recognition, and school counselor role responsibilities and job satisfaction of
school counselors.
Recommendations for School Counselors, Administrators, and Policy Makers
1. It is recommended that school counselors should display leadership attributes
by presenting the results of the school counseling program to staff, students,
parents, and the community. According to the ASCA National Model school
counselors should use data to effect change within their schools. Through the
use of data school counselors can prove that each activity implemented has an
impact on students’ needs, achievement and/or related data.
2. School counselors should be familiar with organizational theory in order to
facilitate advocacy for the profession, collaboration with stakeholders, and
systemic change.
3. According to the Interstate School Leaders Licensure Consortium (ISLLC)
standards for school leaders, administrators should access, analyze, and
anticipate emerging trends and initiatives such as the ASCA National model
in order to adapt to the leadership strategies. Administrators should also
encourage professional growth of school counselors.
4. It is recommended that school counselors create an advisory council which
consists of a group of individuals appointed to review the school’s counseling
program results and to make recommendations. In an effort to improve
relationships between school counselors, teachers, students, parents, and the
community they should be represented in the council. The results reports
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ensure programs are implemented properly, analyzed for effectiveness and
revised as needed. Sharing these reports with stakeholders serves to advocate
for the school’s guidance program.
5. In an effort support school counselors in their appropriate roles school
counselors should follow the ASCA National Model’s performance standards
closely. The performance standards should serve as a source for counselor
evaluation and as a means for counselor self-evaluation. Policy makers
should advocate for school counselors to function in ther appropriate roles and
make necessary changes in the instructional and curriculum functions of the
school counseling program.
Recommendationsfor Further Research
1. Replication of this study in five years is recommended to assess changes to
the school counseling program and to suggest recommendations for
improvement.
2. Research on the job satisfaction of all school counselors in the state
and not just from one school district should be conducted and compared with
the present study.
3. Research that investigates school counselors’ role in facilitating school
environments that are conducive to students’ personal, social, and academic
development would be useful.
4. Research on reasons school counselors have moved from non-school
counseling positions to school counseling positions should be explored.
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5. Research that investigates the working conditions of school counselors in
different geographic areas throughout the state should be undertaken.
Summary
The primary focus of the study was to identify if there was significant relationship
between selected independent variables (school counselor demographics, school
demographics, school counselor leadership attributes, principal leadership style, teacher-
school counselor relationship, parent-school counselor relationship, school counselor
recognition, and school counselor role responsibilities) and the level ofjob satisfaction of
school counselors in a school district in metropolitan Atlanta in and to further reveal how
administrators and policy makers can guide school counselors in contributing to and
improving the legitimacy of the profession. Many school counselors have not utilized
their leadership opportunities because of role ambiguity in their position which leads to
job dissatisfaction. The researcher believes that until school counselors can become more
satisfied in their positions they will not operate as educational leaders. School counselor
training programs should be revitalized on evidenced-based research and practice and
should prepare school counselors to be activists and advocates for systemic chance. In
most instances the principal determines the role of the school counselor, but lack of
exposure to recent counseling initiatives such as ASCA role statements or the ASCA
National Model may help explain why some administrators fail to support school
counselors in their appropriate role functioning. As noted in the research school
counselor leadership and school counselor role responsibilities statistically have an
impact on school counselor job satisfaction. Although the role of the school counselor is
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oftentimes described as vague, the purpose of the school counselor is to help to make
learning a positive experience for every student. School counselors are available in the
schools to facilitate communication among teachers, parents, administrators, and students
to adapt the school’s environment in the best interests of each individual student. School
counselors should become advocates for system change in order to create the programs
and policies needed to improve services for students and their professional practice.
Once school counselors earn social legitimacy, they are more likely to be included in the
process of decision-making. Subsequently, school counselors can utilize this authority to
assist in establishing new policies and procedures that support the appropriate role of the
school counselor. School counselors should practice using data and results to
demonstrate their accountability, helping shape public and staff opinion to believe that
school counselors do what all other vital and indispensable members of the educational
system do.
APPENDIX
Educational Leadership Policy Standards
ISLLC1 2008 as adopted by the National Policy Board for Educational
Administration on December 12, 2007
Standard 1: An education leader promotes the success ofevery student byfacilitating
the development, articulation, implementation, and stewardship ofa vision oflearning
that is shared and supported by all stakeholders.
Functions:
• Collaboratively develop and implement a shared vision and mission
• Collect and use data to identif~’ goals, assess organizational effectiveness, and
promote organizational learning
• Create and implement plans to achieve goals
• Promote continuous and sustainable improvement
• Monitor and evaluate progress and revise plans
Standard 2: An education leader promotes the success ofevery student by advocating,
nurturing, and sustaining a school culture and instructional program conducive to
student learning and staffprofessional growth.
Functions:
• Nurture and sustain a culture of collaboration, trust, learning, and high
expectations
• Create a comprehensive, rigorous, and coherent curricular program
• Create a personalized and motivating learning environment for students
• Supervise instruction
• Develop assessment and accountability systems to monitor student progress
• Develop the instructional and leadership capacity of staff
• Maximize time spent on quality instruction
• Promote the use of the most effective and appropriate technologies to support
teaching and learning




Standard 3: An education leader promotes the success ofevery student by ensuring
management of the organization, operation, and resources for a safe, efficient, and
effective learning environment.
Functions:
• Monitor and evaluate the management and operational systems
• Obtain, allocate, align, and efficiently utilize human, fiscal, and technological
resources
• Promote and protect the welfare and safety of students and staff
• Develop the capacity for distributed leadership
• Ensure teacher and organizational time is focused to support quality
instruction and student learning
Standard 4: An education leader promotes the success ofevery student by collaborating
with faculty and community members, responding to diverse community interests and
needs, and mobilizing community resources.
Functions:
• Collect and analyze data and information pertinent to the educational
environment
• Promote understanding, appreciation, and use of the community’s diverse
cultural, social, and intellectual resources
• Build and sustain positive relationships with families and caregivers
• Build and sustain productive relationships with community partners
Standard 5: An education leader promotes the success ofevery student by acting with
integrity, fairness, and in an ethical manner.
Functions:
• Ensure a system of accountability for every student’s academic and social
success
• Model principles of self-awareness, reflective practice, transparency, and
ethical behavior
• Safeguard the values of democracy, equity, and diversity
• Consider and evaluate the potential moral and legal consequences of decision
making




Standard 6: An education leader promotes the success ofevery student by
understanding, responding to, and influencing the political, social, economic, legal, and
cultural context.
Functions:
• Advocate for children, families, and caregivers
• Act to influence local, district, state, and national decisions affecting student
learning
• Assess, analyze, and anticipate emerging trends and initiatives in order to
adapt leadership strategies
Council of Chief State School Officers. (1998). Interstate School Leaders Licensure
Consortium (ISLLC) Standards for School Leaders. Washington DC: Author. Available:
http://www.ccsso.org/publications details.cfm?PublicationlD 365
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